It has been argued that the adjustment of leadership behavior is essential to leader effectiveness in a cross-cultural context; however, little is known about whether and to what extent business leaders actually do adjust and about the factors that influence any adjustment. This paper presents a study that investigates such aspects. Our data were collected from 391 expatriate senior managers working in China. The results of the hypotheses' testing show that the leaders significantly adjusted their leadership behaviors and that such adjustment was negatively associated with standardized IHRM strategy, and positively associated with both the control purpose of international assignment and the perception of the importance of aligning leadership behaviors to employee characteristics. The implications of the findings for research and practice are also discussed.
INTRODUCTION
Although cross-cultural leadership and expatriate adjustment have featured prominently in international management research, most studies on the former aspect have largely focused on the impact of the leaders' own cultural values on their leadership styles (Almond et al., 2005;  see, e.g., Brodbeck et al., 2000; Brodbeck, Frese & Javidan, 2002; Elenkov & Manev, 2005; Javidan & Carl, 2005; Leung & Bozionelos, 2004) , and those on the latter have looked at the degree of work and life adjustment of international assignees (see, e.g., Ravasi, Salamin & Davoine, 2015; Shaffer, Harrison & Gilley, 1999; Shay & Baack, 2004) . Few studies have empirically examined the degree to which expatriate business leaders adjust their leadership behaviors and the organizational and individual factors associated with any adjustment. In their review of the research on expatriate adjustment, Festing & Maletzky (2011) pointed out that leadership adjustment has been neglected, and that the "[r]esults of current conceptual and empirical research do not allow one to draw adequate conclusions regarding the adjustment of leadership behavior. " (p. 190) .
Our study has addressed those gaps by analyzing data collected from expatriate senior managers working in multinational companies (MNCs) in China. We focused on senior managers as they are commonly regarded as leadership figures and are critically important to the success of their organizations. China was an ideal research setting for this study as many
MNCs operate there and a large number of expatriate business leaders work, in this context, with subordinates who hold cultural norms, values, and beliefs different from those found in the home countries of the expatriates themselves.
Our findings contribute to the cross-cultural leadership and expatriate adjustment literature by providing a specific explanation for the degree of leadership behavior adjustment and for the factors related to it. Practically, the research has important implications for the understanding of cross-cultural leadership adjustment issues by MNCs and expatriate business leaders, particularly in the context of China, where a great and still growing number of expatriates works.
The remainder of the paper is structured as follows. We first provide a review of the three leadership behavior categories commonly used in leadership research and of the concepts and theories related to leadership behavior adjustment. Then, based on the extant research and on the results of our exploratory study, we propose five organizational and individual factors that are likely to be associated with leadership behavior adjustment. This is followed by sections describing the research methods and discussing the results of the hypotheses' testing. Finally, the theoretical and practical implications, the limitations of the research, and the implications for future studies are addressed.
LITERATURE REVIEW Leadership Behaviors
Leadership behaviors are concerned with how leaders behave and with the actions they undertake in carrying out their leadership roles. The three categories of leadership behaviors that have been widely used in leadership research are: task-, relations-and change-oriented.
Task-oriented behaviors are mainly concerned with efficiently improving or accomplishing a task. This category includes behaviors such as organizing and planning work activities, different work-related interaction routines, which might be mutually incompatible (Festing & Maletzky, 2011:192) . They argued that, to be successful in foreign assignments, the incompatibilities between work routines (e.g., work patterns and leadership approaches) have to be adjusted or synchronized in order to overcome differences, guarantee effective collaboration, and achieve company goals.
Implicit Leadership Theory (ILT), proposed by Lord and his colleagues (see, e.g., Lord & Alliger, 1985; Lord, De Vader & Alliger, 1986; Lord, Foti, & De Vader, 1984; Lord & Maher, 1993) , contends that, through socialization and past experiences with leaders, individuals develop and hold a set of beliefs regarding the traits, characteristics, skills, and behaviors that constitute either effective or ineffective leadership, and that these affect the extent to which individuals accept others as leaders. ILT is seen as a cognitive basis to understand how employees interpret managerial behaviors and to be able of offer insights into the process of organizational 'sensemaking' (Poole, Gioia & Gray, 1989; Weick, 1995) .
Extending ILT to cross-cultural contexts, Culturally Endorsed Implicit Theories of Leadership (referred to as CLTs in House et al., 2004) argue that beliefs about leadership are shared among individuals from the same cultural background, and that expectations regarding the best way to lead are culturally endorsed (see Den Hartog, House, Hanges, Ruiz-Quintanilla & Dorfman, 1999; House & Aditya, 1997; House, Hanges, Javidan, Dorfman & Gupta, 2004; Javidan, Dorfman, De Luque & House, 2006) ; therefore, "expected, accepted, and effective leader behavior varies by cultures" (House & Aditya, 1997:454) . Evidence from GLOBE research (House et al., 2004) shows that people sharing a common culture agree in their beliefs about leadership. Various other empirical studies also show similar findings (see, e.g., Adsit, London, Crom & Jones, 1997; Chong & Thomas, 1997; Dickson, Den Hartog & Mitchelson, 2003; Dorfman, Hanges & Brodbeck, 2004; Dorfman et al., 1997) . Thus, it is suggested that, to be effective and accepted by their followers, expatriate business leaders should adjust their behaviors in order to satisfy the latter's cultural expectations.
Although ILT and CLTs underscore the importance of understanding the expectations of followers and adjusting leadership behaviors, research based on these theories has largely focused on investigating situational variables and their moderating effects on the relationship between leadership behaviors and leader effectiveness (see, e.g., Breevaart, Bakker, Demerouti & Derks, 2015; de Vries, Roe & Taillieu, 2002; House & Dessler, 1974; Podsakoff, MacKenzie, Ahearne & Bommer, 1995) . Little research has specifically examined the degree to which leaders adjust their leadership behaviors and the factors associated with any such adjustment, particularly in cross-cultural settings.
We then turned to the existing research on expatriate adjustment, but equally found this to be limited, as it has mainly based on the model proposed by Black and his colleagues Black, Mendenhall & Oddou, 1991) and focused on how various factors influence three dimensions of adjustment: general, interaction, and work (see, e.g., Ravasi et al., 2015; Shaffer et al., 1999; Shay & Baack, 2004) . Although the work dimension of adjustment has been covered in this line of research, adjustment specifically related to 'leadership behaviors' has not been addressed.
In brief, studies on both leadership and expatriate adjusment have neglected the issues of cross-cultual leadership behavior adjustment. As a result, we know very little, both theoretically and empirically, about the adjustment of leadership behavior in a cross-cultural context. It has been suggested that, to gain a better understating of effective leadership, it is necessary to study how leaders change their behaviors in response to situations (Yukl, 2013) . Based on the proposition of CLTs, we assume that expatriate business leaders will adjust their leadership behaviors when working in different cultural contexts in order to cater to the expectations of their host country employees. Thus, we propose the following hypothesis:
Hypothesis 1: Expatriate business leaders will adjust their leadership behaviors when working in different cultural settings.
Factors Associated with Leadership Behavior Adjustment
In this section, we review five organizational and individual factors that are likely to influence the degree of leadership behavior adjustment, and propose our hypotheses. Figure 1 depicts the proposed relationships.
Organizational factors
At the organizational level, we propose that three key factors can influence leadership behavior adjustment: international human resource management (IHRM) strategy, the purposes for which expatriate leaders are sent abroad, and organization-initiated cross-cultural training and development activities.
IHRM strategy. The degree of standardization of an MNC's IHRM strategy is likely to have a direct effect on leadership behavior adjustment; this is because a key function of business leaders is to lead and manage host country employees. The terms 'standardization' and 'localization' have been used to describe the extent to which an MNC uses either similar or different management policies and practices across its subsidiaries (Doz, Bartlett & Prahalad, 1981; Prahalad & Doz, 1987) . In standardization strategies, MNCs adopt uniform policies and practices across their subsidiaries; conversely, in localization strategies, MNCs adopt local policies and practices to respond to local conditions and host country differences.
It is reasonable to assume that those expatriate business leaders who work for MNCs that pursue global standardization HRM strategies are less likely to change their behaviors as the MNCs prescribe a set of people management policies and practices for the management of their global workforces. We thus hypothesize:
Hypothesis 2: The higher the degree to which MNCs adopt standardized IHRM strategies, the lower the degree of leadership behavior adjustment.
Purpose of international assignment. It is suggested that the purpose of an international assignment may be linked to its degree of adjustment (Shay & Baack, 2004) . International assignments are commonly set up for two main purposes: management development and organizational control (Adler & Ghadar, 1990; Edström & Galbraith, 1977; Harzing, 2002) .
The former is aimed at helping managers enhance their international experience and develop international skills and cross-cultural abilities; conversely, the latter is aimed at ensuring that the operation of foreign subsidiaries is consistent with the policies and standards set out by the headquarters.
We propose that, if an international assignment is motivated by developmental reasons, leaders are likely to adjust their leadership behaviors and adapt to local conditions in order to meet their assignments' objectives. On the other hand, if an international assignment is aimed at improving organizational control, then leaders are likely to maintain their leadership behaviors and to attempt to change local subordinates and work practices in order to achieve their assignments' control objectives.
Hypothesis 3a: Expatriate business leaders assigned overseas for developmental purposes will make high degrees of leadership behavior adjustments.
Hypothesis 3b: Expatriate business leaders assigned overseas for control purposes will make low degrees of leadership behavior adjustments.
Organization-initiated cross-cultural training and development activities/programs. Social learning theory (Bandura, 1977) proposes that learning occurs by interacting with people in their surroundings. Cross-cultural training and development activities (e.g., cultural training programs, international assignments, and global teams) provide opportunities for managers to: interact with people from different cultures; enhance their experience and knowledge of different cultural norms, employee characteristics, local languages, and business systems, and learn how to get things done effectively in different cultures. It is argued that the more crosscultural experience and knowledge managers have, the more likely they will value different cultures, hold positive attitudes toward local cultures, cope with ambiguity, and adopt culturally-appropriate behaviors (Kayes, Kayes & Yamazaki, 2005) .
Cross-cultural experiences have been found to be positively associated with cultural flexibility (Caligiuri & Tarique, 2012) , cross-cultural adjustment (Caligiuri, 2000) , and selfreported global leadership success (Caligiuri & Tarique, 2009) . Thus, we propose that those expatriate business leaders who have a high participation in organization-initiated cross-cultural activities/programs will make high degrees of leadership behavior adjustments. By contrast, low participation in cross-cultural programs may lead to lack of cross-cultural experience and knowledge and low degrees of adjustment.
Hypothesis 4: The more expatriate business leaders participate in cross-cultural training and development activities/programs, the higher their degrees of leadership behavior adjustments.
Individual factors
At the individual level, we propose that the leaders' degrees of adjustment will be influenced by their cultural flexibility and their perception of the importance of aligning their leadership behaviors with their followers' characteristics. The former factor was based on the findings of the existing research, while the latter was based on the findings of our exploratory study, which was conducted with expatriate senior managers working in Thailand (xxxx, 2017).
Cultural flexibility. Cultural flexibility is a measure of a person's openness toward and preparedness to learn from people and things from another culture (Erwin & Coleman, 1998; Kelley & Meyers, 1995) . The concept has been examined in other research by using measures such as flexibility/adaptability (Arthur Jr. & Bennett Jr., 1995) , flexibility-rigidity (Stoner, Aram & Rubin, 1972; Thomson & English, 1964) , interpersonal flexibility (Hawes & Kealey, 1981) , and ability to adapt (Stone, 1991; Tung, 1981) . Prior research found that cultural flexibility is positively related to cross-cultural adjustment (Black, 1990; Shaffer, Harrison, Gregersen, Black & Ferzandi, 2006) , success in foreign assignments (Arthur & Bennett, 1995) , and global leadership effectiveness (Caligiuri & Tarique, 2012) . Applying the concept to our research, we propose that expatriate business leaders with high cultural flexibility will make high degrees of adjustment to their leadership behaviors when leading employees in a different cultural context.
Hypothesis 5: The higher the degree of the expatriate business leaders' cultural flexibility, the more they will adjust their leadership behaviors.
Perception of the importance of alignment between leadership behaviors and employee characteristics. The findings of our exploratory study (xxxx, 2017) show that the expatriate leaders' perceptions play a key role in influencing their leadership behavior adjustment. A key perception found in our exploratory study is the importance of aligning leadership approaches with employee characteristics. We found that those expatriate executives who perceived that importance significantly adjusted their leadership behaviors when leading employees with different cultural characteristics. Thus, we hypothesize:
Hypothesis 6: The higher the degree to which expatriate business leaders perceive the importance of aligning their leadership approaches to their followers' characteristics, the higher the degree to which they will adjust their leadership behaviors.
METHODS

Research Design
This study was aimed at finding out: 1) the extent to which expatriate business leaders adjust their leadership behaviors when exercising cross-cultural leadership; and 2) the factors influencing any degree of adjustment. We adopted a quantitative methodology and collected our data from expatriate senior managers via a survey. We explored leadership adjustment from the perspective of expatriate leaders because it has been suggested that individuals can provide unique insights into their own inner state as they directly experience the process of their actions and possess the greatest familiarity with their tasks (Jones & Nisbett, 1972; Levine, 1980) .
Participants and Procedures
The research participants were 391 expatriate senior managers working in China. They were contacted through LinkedIn, one of the largest business-oriented professional networking platforms on the Internet. This was done because a compiled contact list of expatriate senior managers was not readily available. Two sampling criteria were used: a) the job levels had to be senior, with job titles such as CEO, CFO, director, chairman, managing director, president, senior vice president and general manager; and b) the sample selected was not to include Chinese nationals-this was effected by checking the names and photos shown on the LinkedIn profiles.
Starting from our initial connections with three expatriates working in China, we expanded our network to over 5,000 connections through a three-step procedure. Firstly, using China as the search location criterion, we searched the connections of each of our existing contacts for expatriate senior managers. Secondly, we viewed the latter's work profiles and asked those who matched our sampling criteria to add us to their LinkedIn networks. Thirdly, we sent a research invitation to each of those expatriates who had added us. The invitation introduced the research project; provided a web link to the on-line survey, the assurance of respondent anonymity, and the researchers' contact information; and offered the research respondents a report on the findings once the project would have been completed.
The online survey consisted of questions related to the MNCs' IHRM strategies; the purpose of the leaders' international assignments; the expatriates' experience in cross-cultural training and development activities/programs, and their cultural adaptability; their perceptions of the importance of aligning their approach to the characteristics of their local employees; their current leadership behaviors; and their leadership behaviors prior to working in China. The confidentiality of the completed survey was assured. The survey was written in English and administered through Qualtrics, an online survey platform.
The expatriates were sent two reminders via LinkedIn messages, respectively three and six weeks after we had sent out the survey link embedded in the research invitation. The data collection phase of this study lasted 16 months-from November 2014 to February 2016-and involved various time-consuming tasks, including: searching for expatriate senior managers on LinkedIn; sending out LinkedIn connection and research invitations; replying to queries; and chasing for responses. Table 1 presents the profiles of the research participants. The majority of them were male (86.4%), which is in line with the low ratio of females holding senior positions reported in the business press (Fairchild, 2014; Morris, 2013) . Around three-quarters (74.7%) were aged between 35 and 59 years old and over half (57.3%) had worked in China for more than five years. The sample group covered over 40 different nationalities.
Measures
Dependent variable
Leadership behaviors. We measured three categories of leadership behaviors: task-oriented (four items), relations-oriented (five items) and change-oriented (four items). The categories and question items were derived from Yukl et al.'s (2002) taxonomy of leadership behaviors.
Each behavior was selected using criteria that included: directly observable, potentially applicable to all types of leaders, and grounded in prior theory and research on effective leadership (Yukl et al., 2002:17) . The internal consistency reliability for each scale was reported to have acceptable alpha values higher than 0.77. A sample item for the task-oriented behaviors was: "clarify what results are expected for a task"; a sample item for the relations-oriented behaviors was: "consult with people on decisions affecting them"; and a sample item for the change-oriented behaviors was: "monitor the external environment to detect threats and opportunities".
The expatriate senior managers were asked to answer the 13 question items twice: once to indicate the extent to which they currently adopted each of the behaviors (current), and once to reveal the degree to which they had adopted each behavior prior to entering China (past) on a 7-point Likert scale (1= extremely small extent; 7= extremely large extent). The differences between the leaders' current and past behaviors were used to assess their degree of leadership behavior adjustment. The Cronbach's alpha values for the three current behavior categories (task-, relations-and change-oriented) were 0.80, 0.73, and 0.88, respectively; and those for the three past behaviors were 0.92, 0.86, and 0.90, respectively.
Independent variable -organizational factors.
IHRM strategy. The expatriates were asked to relate the extent to which their subsidiaries adopted HRM policies and practices similar to those of the 'parent companies' in four key HRM functions: recruitment and personnel selection; employee training and development; performance appraisal; and compensation and rewards. The responses were recorded on a 7-point scale (1=very different; 7=very similar) and averaged to create a measure representing the degree of IHRM strategy adherence to 'standardization'. Higher scores indicate higher degrees of standardization, and lower scores lower degrees of standardization.
Purpose of international assignment. The purposes of the leaders' international assignments were measured by five questions adapted from Shay & Baack (2004) : three questions were designed to measure control purposes and two questions developmental ones. The leaders were asked to rate the degree to which they agreed or disagreed with the questions on a 7-point scale ranging from 1 (strongly disagree) to 7 (strongly agree), with the additional answer 0 (don't know or not applicable) included. The scores for the two purposes where respectively averaged to create measures of both the control and developmental purposes. A sample item for the control purpose was "A key objective of my international assignment is for me to train local nationals to meet my company's global standards"; a sample item for the developmental purpose was "I was assigned to this subsidiary to gain international experience". 
Independent variable -individual factors
Cultural flexibility. Cultural flexibility was measured by means of three questions derived from the flexibility/openness scale of the Cross-Cultural Adaptability Inventory (CCAI) (Kelley & Meyers, 1995b) . The CCAI was designed to assess an individual's adaptability to other cultures.
The expatriates were asked to indicate the extent to which they agreed or disagreed with the statements on a 7-point Likert scale ranging from 1= strongly disagree to 7= strongly agree.
Sample items included "I like being with all kinds of people" and "When I meet people who are different from me, I am interested in learning more about them". Cronbach's alpha for this measure was 0.69. The responses were averaged so that a higher score indicated a greater degree of cultural flexibility.
Perception of the importance of the alignment between leadership behaviors and follower characteristics. Based on the theoretical propositions of CLTs, we developed three questions to measure the extent to which expatriate leaders perceived the importance of aligning their leadership behaviors with the characteristics of their local employees. The leaders were asked to relate the extent to which they agreed or disagreed with the statements on a 7-point scale (1=strongly disagree; 7=strongly agree). Sample questions were "As a foreigner, it is important to adjust my behavior to the local norms" and "Leaders should adjust their leadership behavior according to the characteristics of their followers". Cronbach's alpha for this measure was 0.67.
Control variables
Gender, age and the length of working in China were included in the study to control for alternative explanations for the relationship between the degree of behavior adjustment and the proposed factors. Gender was measured as a dichotomous variable. Age was measured using eight age ranges (1=25-29 years old; 2=30-34; 3=35-39; 4=40-44; 5=45-49; 6=50-54; 7= 55-59; 8= 60 and above). The length of working in China was measured in integer months.
ANALYSIS AND RESULTS OF THE HYPOTHESES' TESTING
Adjustment of Leadership Behaviors (H1)
Hypothesis 1 proposed that expatriate business leaders would adjust their leadership behaviors when working in different cultural settings. It was tested by comparing the mean scores on the three leadership behavior variables (task-, relations-, and change-oriented) that the expatriate senior managers currently adopted with those on the same behaviors that they had adopted prior to entering into China. Paired-sample t tests were carried out to analyze whether the mean scores on the current and past leadership behavior variables were statistically different.
The results of our analysis show that the means of the three current behaviors (task-, relations-, and change-oriented)-respectively, 5.86, 6.00, and 5.67-were all higher than those related to past behaviors-respectively, 5.13, 5.39, and 5.35. The results of the paired-sample t tests show significant differences in all the mean scores of current and past behaviors: taskoriented (t = 11.34, p < 0.000), relations-oriented (t = 9.50, p < 0.000), and change-oriented (t = 4.85, p < 0.000). Table 2 presents the paired-sample statistics. Taken as a whole, our results show that the leaders significantly adjusted and increased their use of all three categories of behaviors. Thus, Hypothesis 1 is supported.
-----------------------------------
Insert Table 2 
about here ------------------------------------
Factors Influencing Leadership Behavior Adjustment (H2-6)
Table 3 presents the means, standard deviations and correlations of all the variables included for testing hypotheses 2 to 6. The absolute values of the differences between current and past leadership behaviors were used as measures of the degree of adjustment for the three behavior measures, which are significantly intercorrelated (r = 0.39 to 0.57). Two measures-IHRM strategy and control purpose-are significantly related to the three behavior measures. The perception of the importance of alignment is significantly correlated with change-oriented behaviors.
The hypotheses were tested using linear regressions. Table 4 shows the results of the regression analyses, which contain three demographic and five main study variables. The models for relations-and change-oriented behaviors fit well and are significant (relations- 
---------------------------------------------Insert Table 3 & 4 about here ----------------------------------------------
Hypothesis 2 proposed a negative relationship between the MNC's IHRM strategies and the degrees of leadership behavior adjustment. The results show that there are significant negative relationships for all the three categories of behaviors (task-oriented: β = -0.14, p < 0.10; relations-oriented: β = -0.28, p < 0.01; change-oriented: β = -0.29, p < 0.01). Hypothesis 2 is therefore supported.
Hypothesis 3a predicted that the developmental purpose of an international assignment would be positively related to the degree of leadership behavior adjustment. This hypothesis is not supported as no significant relationships were found. Hypothesis 3b predicted a negative relationship between the control purpose of international assignment and the degree of leadership behavior adjustment. Significant positive relationships, however, were found for the task-oriented (β = 0.29, p < 0.01) and change oriented behaviors (β = 0.23, p < 0.05). Hypothesis 3b is therefore partially rejected.
Hypothesis 4 predicted that the more expatriate business leaders had participated in crosscultural training and development programs, the higher the degrees to which they would adjust their leadership behaviors. Hypothesis 5 posited that the higher the expatriate business leaders' cultural flexibility, the higher they would adjust their leadership behaviors. However, as shown in Table 4 , the hypothesized relationships are not significant. Therefore, hypothesis 4 and 5 are not supported.
Hypothesis 6 proposed that the expatriates' perception of the importance of aligning their leadership approaches to their followers' characteristics would be positively related to the degrees of their leadership behavior adjustment. The results show that the perception only has a moderate significant positive relationship with change-oriented behavior (β = 0.16, p < 0.10).
Therefore, hypothesis 6 is only partially supported.
In summary, our results show that the expatriate business leaders significantly adjusted their leadership behaviors when leading and managing Chinese employees, and that the MNCs' adoption of standardized IHRM strategies is negatively associated with the degree of leadership adjustment for all the three behaviors. A moderate positive relationship was found between the perception of the importance of aligning leadership approaches with follower characteristics and the degree of changed-oriented behavior adjustment. A surprising finding is that the control purpose of international assignment is positively associated with relations-and change-oriented behaviors. The results of the hypotheses' testing are summarized in Table 5 . The next section discusses the results.
---------------------------------------------Insert Tables 5 about here ----------------------------------------------
DISCUSSION
In this study, we examined the extent to which expatriate business leaders adjust their leadership behaviors and the factors related to any adjustment. The main findings are summarized and discussed as follows.
Adjustment of Leadership behavior
Our first hypothesis, which proposed that expatriate business leaders would adjust their leadership behaviors when working in different cultural settings, is supported. The results of our analyses show that, when compared with their leadership behaviors prior to entering and working in China, our expatriate senior managers significantly increased their use of task-, relations-and change-oriented behaviors while working in China. This is an important and original finding. As previously stated in the present paper, the extent to which expatriate business leaders adjust their leadership behaviors is an issue that has not received the deserved attention from and is virtually unknown to researchers. Our study provides empirical evidence showing that expatriate senior managers do adjust their leadership behaviors when working in different cultural settings. This result also provides empirical support for the suggestion made by CLTs that it is necessary to adjust leadership behaviors, particularly in cross-cultural contexts.
The factors influencing the leaders' adjustment may be organizational and/or individual ones.
This study tested five factors and the results are discussed in the next section. As for the reasons for their 'increased'-as opposed to 'decreased'-use of the behaviors, they fall outside of the scope of this study and require further exploration by future research.
Factors Influencing Leadership Behavior Adjustment
Standardized IHRM strategies
In line with our hypothesis, standardized IHRM strategies were found to be negatively associated with the degrees of leadership behavior adjustment. Our result shows that the higher the degree to which an MNC follows a standardized IHRM strategy, the lower the extent to which expatriate business leaders adjust their three categories of leadership behaviors.
This result was expected; it was because those expatriates who work for MNCs that follow globally standardized IHRM strategies may not feel the need to change their own leadership approaches as the MNCs have prescribed globally uniform HRM policies and practices across their subsidiaries. In other words, the MNCs expect their expatriate managers to adopt standardized approaches to leading and managing host country employees wherever they are assigned.
Low degrees of adjustment, however, may result in employee resistance and a decrease in leader effectiveness if leadership behaviors do not meet local employee expectations. As advocated by CLTs and supported by various empirical studies, people who share a common culture agree in their beliefs about leadership; thus, it is essential to adjust leadership to cater to the expectation of host country employees (House et al., 2004; Adsit, London, Crom & Jones, 1997; Dickson, Den Hartog & Mitchelson, 2003; Dorfman et al., 1997) . It would be worthwhile for further research to explore the effect of low degrees of leadership behavior adjustment on employee cooperation and commitment.
Purpose of international assignment
Our results for the association between purposes of international assignments and degrees of leadership behavior adjustment yielded a surprising finding. We proposed that those leaders who had been assigned for development purposes (H3a) would be likely to adjust their leadership behaviors in order to adapt to local conditions and to meet the objectives of their assignments. However, no significant relationships were found between developmental purposes and leadership adjustment, indicating that such purposes are not a significant factor associated with leader behavior adjustment. A possible reason for this finding may be that our research participants were at the senior level in the organizational hierarchy and most of them had not been assigned to China to enhance and develop their international skills and experience.
As can be seen in table 3, the mean score for developmental purposes is low, being only 2.64.
We also proposed that those leaders who had been assigned for control purposes (H3b) would show low degrees of leadership behavior adjustment. In other words, we posited that the control purpose of international assignment would be negatively associated with the degree of leadership adjustment. This was based on the reasoning that expatriate leaders may not consider it necessary to change their leadership behaviors as they had been assigned to foreign subsidiaries to achieve control objectives and to ensure that their operation was consistent with the policies and standards set out by company headquarters. This hypothesis was partially rejected as, surprisingly, the results of regression analyses showed the control purpose to be positively associated with relations-and change-oriented behaviors. We think that this unexpected result may be due to our senior managers being 'experienced' professionals who understood the need to adjust their own behaviors in order to adapt to local conditions, be accepted by host country employees HCNs, make themselves more effective, and achieve the control objectives of their assignments. Thus, we assume that they had significantly adjusted their leadership behaviors. This, again, needs to be verified by further research.
Organization-initiated cross-cultural training and development activities/programs
Previous research found that cross-cultural experiences are positively associated with crosscultural adjustment (Caligiuri, 2000) and cultural flexibility (Caligiuri & Tarique, 2012) . Our fourth hypothesis proposed that high degrees of participation in organization-initiated crosscultural activities/programs would be positively related to degrees of leadership adjustment.
The hypothesized relationship, however, failed to yield a significant association.
In our attempts to explain this result, we carefully looked at the expatriates' profiles and their degrees of participation in organization-initiated activities. We found that most of our expatriates had worked in China for long periods of time and had high degrees of participation in organization-initiated activities (e.g., cultural training programs, international assignments, and global teams). As can be seen from table 1, four-fifths (80.1%) of the expatriates had worked in China for more than two years, and over half (57.3%) for more than five years. Table   3 shows that, on average, the expatriates had participated in three to four activities out of five, with a mean score of 3.86.
We considered that, having worked in China for such long periods, the expatriates would have accumulated a good degree of local cultural experience and knowledge, and that their high degree of participation in organization-initiated activities would have helped them enhance their experience and knowledge of different cultures. Based on this, we considered that most of our expatriates could be viewed as having high cross-cultural experience, gained both from their daily interactions with local people and from their participation in international activities. This was confirmed by our skewness analysis, which showed that this measure is highly skewed to the left (skewness= -1.15; SD= .12), with most of the distribution to the right (i.e., mostly high scores on this measure). A high degree of skewness can significantly reduce the correlations coefficients and result in an insignificant association between participation in cross-cultural activities and degree of leadership adjustment.
Cultural flexibility
Prior research found cultural flexibility to be positively associated with cross-cultural adjustment (Black, 1990; Shaffer et al., 2006) . Inconsistent with such finding, our hypothesis of the positive relationship between cultural flexibility and leadership adjustment was not supported. This may be also due to the fact that our data on this measure are also not normally distributed, but highly skewed to the left (skewness = −1.14; SD= .13). This high skewness may have resulted in the insignificant association between cultural flexibility and degree of leadership adjustment. It is ideal to have an asymmetrical data set but, given that our expatriates are all at the senior level, it would have been reasonable to expect them to have high levels of cultural flexibility and to be effective in their jobs, which would have enabled them to reach their senior positions.
Perception of the importance of the alignment between leadership behaviors and employee characteristics Our hypothesis on the positive association between the degree of leadership behavior adjustment and the perception of the importance of the alignment between leadership behaviors and employee characteristics was partially supported as said perception only had a moderate significant positive relationship with change-oriented behaviors. The lack of significant relationships for the other two categories of leadership behaviors may have been due to two reasons. First, similar to the cultural flexibility measure, our data on this measure are skewed to the left and most of the distribution is to the right (skewness = −0.74; SD= .13). The degree of skewness of this measure, however, is lower than that of cultural flexibility, which may explain why only a moderate positive association was found between said perception and change-oriented behavior. Secondly, as discussed earlier, the expatriates are 'senior' and 'experienced' managers who could be expected to have adjusted their behaviors as they would have understood the need to align their leadership with the characteristics of local employees to be accepted by the latter. It is likely that the aforementioned reasons may explain why only a moderate association was found between the perception and one category of leadership behavior.
Theoretical Contributions
To our knowledge, our research is the first to examine the degree of cross-cultural leadership behavior adjustment and the factors influencing it. This study contributes to leadership theories in two ways. First, it provides empirical evidence for CLTs by showing that the expatriate senior managers had made significant adjustments to their leadership behaviors. CLTs advocate that expatriate business leaders should adjust their leadership behaviors in order to adhere to their followers' cultural expectations and be accepted by them, but very little is known about the extent to which business leaders actually do so. Secondly, our research proposed and tested five organizational and individual factors that are likely to influence the adjustment of leadership behaviors. The results can be used as a basis to develop theories related to cross-cultural leadership behavior adjustment using the factors tested as antecedents.
Practical Implications
Our results show that the expatriate senior managers had significantly adjusted their leadership behaviors while working in China. This suggests that working in a different cultural context, where expectations of a leader may be very different, requires the alteration of one's own managerial approach in order to fit into the cultural context. Although this has been iterated in the leadership literature, our finding is among the first to show that expatriate business leaders actually do adapt their managerial approaches. Integrating our findings into cross-cultural leadership development programs would send a stronger message to leaders regarding the importance of making leadership adjustments, particularly in different cultural settings.
Another implication is related to the use of standardized management strategies. Our study shows that expatriates are less likely to adjust their behaviors if their MNCs adopt global standardized HRM strategies. Given the importance of adjusting leadership behaviors to meet local employee expectation, MNCs are encouraged to consider the cultural expectations that host country employees have of their leaders and the appropriateness of adopting standardized strategies across their operations.
Limitations and Suggestions for Future Research
Despite its contributions, this study has two main limitations. The first is related to the sample used; we collected data from expatriate senior managers-as they are commonly regarded as leadership figures-but their capacity to occupy senior positions may mean they were less likely than junior managers to undertake international assignments for developmental purposes.
It may also mean they were likely to have had participated in various cross-cultural activities and to have high degrees of cultural flexibility. These assumptions are statistically verified by the high skewness of the measures, which can result in insignificant associations between the measures themselves and the degrees of adjustment. Further research on leadership behavior adjustment is suggested to collect data from all management levels to provide further insights. Second, the use of self-reported perceptual measurements may lead to some potential biases.
We asked the leaders to report their own current and past leadership behaviors; but, they may have done so with a rather positive slant. Nevertheless, we don't believe that using the expatriates' self-reported measurements has seriously undermined our findings; this is because, in another study of ours (xxxx, 2017), we found that the leaders' assessments of their own leadership were consistent with those of their subordinates. To overcome any potential biases and offer additional insights, we recommend that further research collect data from multiple sources, including expatriates and their supervisors and/or subordinates.
CONCLUSIONS
It is suggested that an MNC's success is largely determined by the role, strength, quality, and adaptability of its leadership (Yukl, 2013) . This study has demonstrated that, as advocated by CLTs, expatriate business leaders indeed adjust their leadership behaviors; and that such adjustment is associated with standardized IHRM strategies, the control purposes of international assignments, and the perception of the importance of aligning leadership behaviors and employee characteristics. The findings of this study provide a basis for future endeavors in developing theories relating to leadership behavior adjustment. The findings also make a strong case for the need to further examine issues related to cross-cultural leadership adjustment. Increasing cross-border business activities make it important to learn about leadership behavior adjustment in different cultures. Should this line of research be further developed and the results of the present study be supported by additional empirical investigations, our understanding of the dynamics of leadership behavior in cross-cultural contexts could be significantly extended. 
H2
The higher the degree to which MNCs adopt standardized IHRM strategies, the lower the degree of leadership behavior adjustment.
Supported
H3a
Expatriate business leaders assigned overseas for developmental purposes will make high degrees of leadership behavior adjustments.
Not Supported
H3b
Expatriate business leaders assigned overseas for control purposes will make low degrees of leadership behavior adjustments.
Partially Rejected
H4
The more expatriate business leaders participate in crosscultural training and development activities/programs, the higher their degrees of leadership behavior adjustments.
Not Supported
H5
The higher the degree of the expatriate business leaders' cultural flexibility, the more they will adjust their leadership behaviors. Not Supported
H6
The higher the degree to which expatriate business leaders perceive the importance of aligning their leadership approaches to their followers' characteristics, the higher the degree to which they will adjust their leadership behaviors.
Partially Supported
